Abstract
Introduction
Employee voice is a theme that is widely ensconced in both practitioner and academic concerns on management and organisational analysis. Invariably, interest in voice has ranged from the high performance literature (Boxall and Macky, 2009 ), wherein it is conceived as part of a bundle of practices, to ethically-driven notions of industrial citizenship (Wilkinson et al. 2009 ). One of the more significant contributions to the area of voice has been research dedicated to examining the antithesis of voice: employee silence. Defining silence as an employee's 'motivation to withhold or express ideas, information and opinions about work-related improvements' ( Van Dyne et al. 2003 , p. 1361 , this strain of analysis has sought to investigate when and how employees in organisational settings exercise voice and when and how they opt for silence (Milliken et al. 2003) . Secondly, given the operational difficulties which inevitably surround a conceptual proposition which has at its focus the often unobservable process of management agenda-setting, the literature on NERs is instructive given its focus on motivations for introducing arrangements of this sort, as well as their subsequent administration and control. The literature has consequently discerned what types of issues management allow on the voice agenda and those areas they would rather leave untouched. In section four, a conceptual framework is outlined which allows a more holistic approach to organisational silences than extant efforts. Finally, the article concludes with a summary of the main arguments and suggestions for future research in section five.
The Study of Employee Silence: A Review and Critique
The literature on employee silence is a relatively new phenomenon. Nonetheless, a resonance of its concerns can be found in earlier research on voice.
In his now classic Exit-Voice-Loyalty (EVL) framework, Hirschman (1970) sought to demonstrate the ways in which customers might break their silence in an attempt to change objectionable states of affairs through either voice or exit. Where neither option applied, they could opt to "suffer in silence, confident that things will soon get better" (Hirschman, 1970, p. 38) .
Similarly, when the EVL literature was adapted to employment relations, it was proposed that employee dissatisfaction could produce slack and disregardful behaviour, allowing the relationship to atrophy, as alienated employees withdrew from committed organisational participation to more silent, alienative postures (Rusbult et al. 1982; Farrell, 1983; Naus et al. 2007 Morrison and Milliken (2000, p. 719) proceed to claim that workers can be free to (Broad, 1994; Flood and Toner, 1997 (2009) 
